The purpose of this study is to analyze the effect of human capital on social capital, the effect of human capital on performance capital, the effect of organizational learning on social capital, the effect of organizational learning on performance, and the effect of social capital on performance. While the benefits of this research include theoretical benefit i.e. the development of human resource management theory, especially related to the assessment of problems affecting service professionalism, while the practical benefits are able to give results that can be used by leaders to design human capital, learning organization and social capital so that the organization's goals can be achieved. The research was explanatory research, i.e. research that explains the effect of independent variables on dependent variable. The population in this research was employee in the Regional Secretariat of Semarang Regency Government involving 170 people. The sample of research was determined using purposive sampling, i.e. employees who have working period> 2 years, so that it was obtained as many as 120 employees as samples. The data were collected by using questionnaires, while data analysis was conducted by using SEM analysis. The result of analysis showed that there is influence of human capital on social capital, influence of human capital on performance capital, influence of organizational learning on social capital, influence of organizational learning on performance, and influence of social capital on performance. Equation model also has fulfilled the criterion of goodness of fit. Based on the result of the research, it can be concluded that human capital has an effect on social capital, human capital has an effect on performance, organizational learning has an effect on social capital, organizational learning has an effect on performance and social capital has an effect on performance.
The purpose of this study is to analyze the effect of human capital on social capital, the effect of human capital on performance capital, the effect of organizational learning on social capital, the effect of organizational learning on performance, and the effect of social capital on performance. While the benefits of this research include theoretical benefit i.e. the development of human resource management theory, especially related to the assessment of problems affecting service professionalism, while the practical benefits are able to give results that can be used by leaders to design human capital, learning organization and social capital so that the organization's goals can be achieved. The research was explanatory research, i.e. research that explains the effect of independent variables on dependent variable. The population in this research was employee in the Regional Secretariat of Semarang Regency Government involving 170 people. The sample of research was determined using purposive sampling, i.e. employees who have working period> 2 years, so that it was obtained as many as 120 employees as samples. The data were collected by using questionnaires, while data analysis was conducted by using SEM analysis. The result of analysis showed that there is influence of human capital on social capital, influence of human capital on performance capital, influence of organizational learning on social capital, influence of organizational learning on performance, and influence of social capital on performance. Equation model also has fulfilled the criterion of goodness of fit. Based on the result of the research, it can be concluded that human capital has an effect on social capital, human capital has an effect on performance, organizational learning has an effect on social capital, organizational learning has an effect on performance and social capital has an effect on performance. 
INTRODUCTION
Performance is the appearance of employees work both in quantity and quality. It can be either individual or group work performance (Rosidah, 2010) . Organizational performance is the result of complex interactions and performance aggregation of a number of individuals within an organization. To determine the factors that influence (determinant) individual performance, assessment of performance theory needs to be done. In general, physical and non physical factors greatly affect. Various physical environmental conditions greatly affect employees' condition in their work. In addition, physical environment conditions will also affect the functioning of non-physical environmental factors. On this occasion, our discussion focuses on the non-physical environment, i.e. conditions that are actually very inherent with company's managerial system. According to Prawirosentono's (2009) work, an employee's performance will be good, if the employee has high skill, willingness to work, proper rewards / wages and hope for the future. Theoretically, there are three groups of variables that influence work behavior and individual performance, namely: individual variable, organizational variable and psychological variable. The group of individual variable consists of the variables of ability and skill, personal background and demographics.
According to Mayo in Rachmawati (2012) , human capital or human resources consists of five components, namely individual ability, motivation, leadership, ability to adjust to the organization, and ability to work in team. Each component has an important role to realize human capital which will have an important impact on the progress of a company. These five components make an important contribution to human capital. Individual ability, motivation, leadership, adaptability to environmental change and the ability to work together are chains that build human resources toward productive human capital capacities. According to Mitchell in Timpe (2008) , in his research he stated that human capital is a lifeblood in intellectual capital and the source of innovation and improvement, but is a difficult component to measure.
Organizational learning can result in: customer value enhancement through new or improved product and service delivery, development of new activity opportunities, development of new or improved model processes or activities, error reduction, disability, waste, and associated costs, improving sensitivity and cycle performance, increasing productivity and effectiveness of the use of all resources owned by the organization, and improving the performance of an organization in fulfilling its social responsibility. The success of the workforce depends on increased personal learning opportunities and the practice of new skills. Leadership success depends on access to this type of opportunity. Organizations engage in personal learning through education, training, and opportunities for growth and development. These opportunities can be job rotation, salary increase for achievers and skillful. On-the-job training is an effective way of saving costs for cross-unit training and making better connections between organizational needs and priorities. Education and training can be taken in several forms such as computer and web-based learning and distance learning. Individual learning provides four more benefits to the organization: increasing adherence, satisfaction, and versatility of the workforce in an organization, cross-functional learning, knowledge asset development, and environmental improvement for innovation.
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In running its business, a company must use various capitals. It can be financial capital, technology, human capital (human resources), and natural resource capital. This forms of capital not only functions as a company asset but also as an instrument as well as a goal in the development of the company. Thus, in order for the company to grow then the question is how to maintain and increase social capital so that all other forms of capital have maximum benefits. The social capital within a company is characterized by a mutual social interaction between employees and management and among them. This form of interaction is based on a deeprooted belief in an organizational culture and social ethics. Because of trust, there arises an employee entity (management and non-management) who shares a common sense of honesty, discipline, togetherness, and the importance of hard-smart work. The employees indicate their individual willingness to prioritize the company's entity decisions. Every employee must understand that social capital is a commitment of every individual to be open, trusting and responsible. In addition, with the increasing quality of human resources, it is expected to form a sense of togetherness, solidarity, and also the responsibility of progress together. Therefore, every company should be encouraged to establish itself as a learning organization. It is an organization in which members of an organization continually expand their ability to learn and develop their own potential. In this case, corporate leader plays an important role in developing social capital in his company.
The resources of civil servant in the General Section of the Regional Secretariat of Semarang Regency have different backgrounds, giving different outputs in behaving. This condition certainly has an impact on the working atmosphere within the organization that ultimately affects performance. Winarno et al (2012) in his research showed that human capital and organizational learning significantly influence the performance moderated by organizational culture. Similarly, Widodo and Widjajanti (2014) in their research stated that human capital and organizational learning affect performance. While Ramanda and Muchtar (2014) , Alviani and Purnamasari (2014) in their research showed that human capital and organizational learning have no effect on performance. Based on the above, this research is conducted to find out the model of performance improvement through human capital and organizational learning and social capital in Regional Secretariat of Semarang regency Government.
LITERATURE REVIEW The Effect of Human Capital on Social Capital
According to Totanan (2004) , companies will be able to achieve different performance if managed by different people, meaning that individual differences will produce different work results. Therefore, the existence of human resources needs to do good management by paying attention to each different potential for different treatment. Fitz-Enz (2000) in Setyanto (2004) stated that human capital is a combination of three factors, namely: the character or nature of a person brought into the organization, including intelligence, physical ability, positive attitude, reliability, and commitment, developing their abilities, supported by cognitive factors or intellectual abilities, psychomotor attitudes and factors, as well as the ability to work together in teams manifested by good communication with members of an organization.
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Mayo (2010) stated that human resources consist of several components, namely individual ability, motivation, leadership, ability to adjust to organizational climate, and ability to work in team effectively. These components have different roles in creating human resources in a company so as to determine the value of a company. The five components include: Individual abilities including ability, experience, network, effort in realizing the achievement of the work, the ability to develop themselves; and the ability to bring his environment to move forward; Individual motivation including aspirations, ambitions, work motivation and productivity; Leadership including how the leadership model, and organizational management capabilities; Climate Organization can be organizational culture that can affect individuals in the work, as well as the ability to work in team, that is the ability to realize cooperation to achieve goals.
Human capital can be interpreted as a resource in a person who can be a potential in supporting his work. Human capital can be seen from several indicators such as ability or capability, motivation, leadership spirit in a person, and ability in teamwork. They are all factors that can be seen as easily identifiable in an employee.
Successful organizations will depend on how individuals do with all their ability to jointly realize the goals of the organization. In today's dynamic world of work, where tasks are increasingly being worked out in teams, flexibility is crucial. Therefore, it needs capable resources to realize the performance in accordance with company goals. Thus, it can be formulated hypothesis as follows: H 1 : ß1 ≠ 0, meaning that there is a positive significant effect of human capital on social capital
The Effect of Human Capital on Performance
Every job requires a person to carry it out as expected. This is because every job is always related to employee salary, while the work will be related to company progress. One's performance will be directly proportional to job satisfaction. A person who has achieved performance will feel job satisfaction (Kaplan, 2001: 43) . Someone will increase their performance if he gets appreciation for what is done to his work. The appreciation can be in the form of promotions, opportunities to increase knowledge, or additional salary or other rewards so that the capability, dedication and professionalism get a decent reward. These aspects are very important in supporting an employee to realize the quantity and quality of work encountered with the target set. JG Gardner in Hasibuan (2008) stated, performance can be measured by the appreciation of agencies or leaders for the work of an employee that is realized with the provision of compensation, awards or opportunities to develop his knowledge. Performance measured based on the achievement of quantity and quality of work will increase employee motivation to do better when getting appreciation.
According to Dharma (2009), human capital is an accumulation of capabilities, capacities and opportunities owned by the members of an organization. Capability is the ability of organizational members to do something both capacity and opportunity to achieve desired goals. Capacity is more focused on what the members of an organization can do, while the opportunities are more available to the members of an organization to get personal rewards including salaries, bonuses and so on as a result of their capacity utilization, so that capability is formulated as opportunity x capacity.
What can be produced by human beings can not be separated from their capitals such as knowledge, expertise and other values that enable the movement of financial and physical capitals. These capitals are human capital which must be created for the creation of innovation. The research conducted by Princess (2014) showed that human capital affects work performance. Based on the description, it can be arranged hypothesis as follow: H 2 : ß2 ≠ 0, meaning that there is a positive significant effect of human capital on performance.
The Effect of Organizational Learning on Social Capital
Peter Senge (1999) argued that effective organizational learning requires 5 (five) dimensions in realizing an ever-innovating organization: employee personal skills, mental models, communicated vision, team learning, and systemic thinking. These five dimensions of Peter Senge need to be manifested in an organization member in carrying out its work. These five dimensions of organizational learning should be realized to improve the quality of human resources, because through organizational learning and the ability to adapt to all forms of change supported by competent human resource capabilities, the organization will grow and gain the trust of the environment.
Fukuyama (2009) convincingly argued that Social Capital plays a very important role in the functioning and strengthening of modern society. Social capital plays as a requirement for human development, economic development, social, political, and democratic stability. In it is a cultural component for the life of modern society. As the corruption and deviations occurring in different parts of the world and especially in developing countries of Asia, Africa, and Latin America, one of the main determinants is the low social capital growing in society. Weak social capital will dim the spirit of gotong royong (togetherness), exacerbate poverty, increase unemployment and crime, and hinder any efforts to improve population welfare.
The term social capital has long been discussed in the literature. The term first appeared in 1916 when there was discussion about building a learning center within an organization (Cohen & Prusak, 2001 ). The concept of social capital was raised as a scientific discourse by James S. Coleman (1990) . Discussion about the concept of social capital was lately more warm after the emergence of Putnam's research (1993) describing that organizational learning plays an important role in realizing social capital. Thus, the hypothesis can be formulated as follow: H 3 : ß3 ≠ 0, meaning that there is a positive significant effect of organizational learning on social capital.
The Effect of Organizational Learning on Performance
This study employed organizational learning theory presented by Senge (1990) who devides organizational learning into 5 dimensions: system thinking, mental models, personal mastery, team learning and shared vision (building shared vision) and dialogue / discussion as added by Marquardt (1996) .
According to Stata (2011), a company that conducts organizational learning is a company that has expertise in creating, taking, transferring knowledge, and modifying its behavior to reflect its new knowledge and experience to its employees. Baldwin (2005) stated that all employees continue to observe the environment in an effort to obtain important International Jurnal of Islamic Business Ethics (IJIBE) Special Issue, April 2017 "Managing Human Capital within Organization" 101 information in the change of strategies and programs needed to gain profit for the company, while environmental changes, procedures and evaluation techniques are continually improved. Thus the hypothesis can be formulated as follow: H 4 : ß4 ≠ 0, meaning that there is a positive significant effect of organizational learning on performance.
The Effect of Social Capital on Performance
Islam has a strong foundation for realizing social capital in doing work, since social capital is a part of habluminannas. According to Mintarti (2003) , Islam has a commitment of affairs with God and with society. In the life of Islamic society, it has some social capitals such as ta'awun (mutual help), mutual responsibility (takaful) and solidarity. Societies with good social capital will be able to develop the organization based on the principles of equality, mutual appreciation, respect and joint efforts to achieve established goals based on religious norms, as well as social and legal norms.
Man is basically good. Therefore, it is hoped in society life to always be prejudiced both and avoid somethings related to defamatory. Philosophical teachings are manifested in the daily life of the Prophet Muhammad, especially in trade so that he is known as al -Amin (a trusted person). In the Qur'an, it is mentioned that the affairs of worship (aqeedah) and muamalah are a mutually supportive business. The affairs of man's relationship with God and human relationships with human beings must go hand in hand. The manifestation that a person believes in God is well connected with His fellow creatures.
Many prophet's hadiths emphasized the importance of social capital, both among Muslims and fellow human beings (see Mintarti, 2003) . Anas RA. stated that the Prophet PBUH said, "There is no perfect faith in any of you so that you love your fellow Muslims, as you have loved yourself." An-Nu'man Basyir RA. said: Allah's Messenger (may peace be upon him) said: "The parables of the believers who love and bless one to each are like one body, when one of its limbs is sick, it spreads the suffering throughout the body, until it feels hot and can not sleep. "This kind of attitude applies also to fellow human beings. Jarirbin Abdillah RA.said: Rasulullah SAW said, "Whoever does not love his fellow human beings, then he is not beloved of God."
Another determinant of performance is organizational learning; that universities have the expertise in creating, taking, and transferring knowledge, and modifying its behavior to reflect on its new knowledge and experience. By continuing to do organizational learning, it is expected that universities can improve their performance (Baldrige National Quality Program, 2010). Thus, the hypothesis can be formulated as follow: H 5 : ß3 ≠ 0, meaning that there is a positive significant effect of social capital on performance.
RESEARCH METHOD
This is explanatory research i.e. research which aims to explain the effect of independent variable on dependent variable (Soelaeman, 2004) . The population in this research was employees in Setda Kab Semarang involving 170 employees. The number of samples was chosen as many as 120 people with a criterion of staff with more than 2 years working period. A
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Special Issue, April 2017 "Managing Human Capital within Organization" 102 questionnaire was directed at the respondents. The form of questionnaires was a closed question that had to be answered by the respondents, related to human capital, organizational learning, social capital, and employee performance. It also used observation to explore the problems that exist in the General Section of Setda Semarang Regency related to the performance of employees. In this research, the analytical technique used was Structural Equation Modeling (SEM) using AMOS in capital development and Imam Ghozali (2005: 3) testing. This model is a second generation of multivariate analysis technique that allows to examine the correlation among complex variables. Table 4 .5, it can be explained that the test of the model hypothesis is in accordance with the data or fits to the data used in the study. Based on Table 4 .5, it can be seen as follows: a. X 2 (Chi-Square) The result of analysis obtained X2 (Chi-Square) 813.877 which has small value with degree of freedom 116 at probability 0.063. Based on this result, the proposed model is acceptable fit (statistically identifying a good match), or there is no significant difference between the observed data and the proposed model. b. GFI (Goodness of Fit)
FINDINGS AND DISCUSSION
Goodness of Fit denotes the overall fit of the model, where the value is between zero and one. The closer to zero means poor fit while the closer to one means perfect fit. The result showed GFI of 0.929 which means good, because it is greater than the required GFI i.e. 0.90. c. TLI (Tucker Lewis Index) and AGFI (Ajusted Goodness of Fit) TLI and AGFI show comparison between research models and baseline of the research, which are non statistical measures. The results showed that TLI resulted 0.913 and AGFI was 0.917. They are greater than the proposed TLI (≥ 0.90) and approximate from the recommended AGFI (0.90), it can be concluded that it has good results. d. CFI (Comporative Fit of Index) CFI is a measure to identify the fit rate of a model that is between zero and one, where it is closer to one meaning the highest fit level. The result showed CFI of 0.9428 which is in a good category, because it is more than the recommended CFI i.e. ≥ 0.90 e. RMSEA (The Root Mean Square Error of Aproximation)
The RMSEA shows goodness of fit when the model is estimated in the population. The result showed RMSEA of 0.021 or smaller than the recommended ≤ 0.08. This indicates that the model is acceptable. f. CMIN/DF is also used to measure the fit of a proposed model. In this study, it obtained CMIN / DF of 4,884 smaller than the proposed CMIN ≤ 5.00. Based on this test, it can be known that the results of research in accordance with the proposed model and then the hypotheses of research variables were performed.
The Effect of Human Capital on Social Capital
The result of calculation using the computer can know the amount of effect of human capital to social capital that equals to ß = 0.704, so it resulted simple regression equation Social Capital = 0.704 HC + e. This regression equation has a unidirectional relationship pattern, meaning that increasing human capital will increase social capital, as evidenced by the positive sign of the regression coefficient.
The output as shown in the regression model yields a value of 2,353, while the t-table value with the degree of freedom (df) 116: ά = 0.05 obtained t-table equals to 1.6540. So t count is greater than t-table value. This means Ho was declared rejected, and Ha was accpeted.
Thus, the hypothesis that states the effect of human capital on social capital, is statistically declared true, and rejects the hypothesis that states no effect of human capital on social capital. This study supports the result of previous research conducted by Widodo and Kesi Wijayanti (2014) who stated that if an organization does not encourage the ability of its resources then human resources will not be motivated to realize its performance. Another study according to Winarno (2012) showed that developing human resources will essentially provide support in developing his personality skills including in fostering social capital.
The Effect of Human Capital on Performance
The result of calculation using the computer can know the amount of effect of Huma n Capital on Performance that equals to ß = 0.86, thus it generated a simple regression equation Performance = 0.86 HC + e. This regression equation has a unidirectional relationship pattern, meaning that an increase in human capital will improve employee performance. This is evidenced by a positive sign of the regression coefficient.
The output as shown in the regression model yields a value of 2,536, whereas the t-table value with the degree of freedom (df) 116: ά = 0.05 obtained t-table equals to 1.6540. So t count is greater than t-table value. This means Ho is declared rejected, and Ha accepted.
Thus, the hypothesis that states the effect of human capital on performance, is statistically declared true, and rejects the hypothesis that states there is no effect of human capital on performance. It shows if an organization / human resource in work is oriented to the development of human capital, it will improve the quality of work and have a better desire to orient work quantity so that it affects the development of continuity with the fulfillment of qualified standards in work and gets feedback as well as ability to carry out work on time. Conversely, if the individual or organization is not oriented to learning, it will cause a high risk both in quantity and quality of HR performance.
The Effect of Organizational Learning on Social Capital
The calculation result using computer can be known that the effect of organizational learning on social capital is ß = 0.628. Thus, it resulted simple regression equation Social Capital = 0,628 P + e. This regression equation has a unidirectional relationship pattern, meaning that good organizational learning can improve employee performance. This is evidenced by the positive sign of the regression coefficient.
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The output as shown in the regression model yielded a value of 2,298, while the t-table value with degree of freedom (df) equaling to 116; ά = 0.05 obtained t- Thus, the hypothesis that states the effect of organizational learning on social capital, is statistically declared true, and rejects the hypothesis that states no effect. It shows that if individual / organization has ability and willingness to share knowledge to fellow member, hence it will give effect to quality and quantity of human resource work. In addition, if an organization / human resource maintain the quality of interaction communication and attempt to create new knowledge in working, it will tend to meet the standards of qualifications in work. Conversely, if within an organization there is no willingness and ability to share knowledge, then the ability to recognize the new knowledge will be lost and at risk for HR performance.
The Effect of Organizational Learning on Performance
The calculation result using computer can be known that the effect of organizational learning on performance is ß = 0,817, so it resulted simple regression equation of organizational learning = 0,817 P + e. This regression equation has a unidirectional relationship pattern, meaning that good organizational learning can improve the performance of employees. This is evidenced by a positive sign of the regression coefficient.
The output as shown in the regression model yields a value of 2.553, while the t-table value with degree of freedom (df) equaling to 116; ά = 0.05 obtained t- Thus, the hypothesis that states the influence of organizational learning on performance, is statistically stated true, and rejects the hypothesis that states no effect. It shows that if an organization / human resource upholds integrity and always opens to fellow members in work then it tends to have a good quality of work and work-oriented quantity. In addition, if an organization / human resource has consistency and a strong belief in carrying out the task, it will meet the standards of work qualifications and always on time. Conversely, if a person's trust is lost then it is possible not to open and will lose the spirit to work and high risk for HR performance.
The Effect of Social Capital on Performance
The result of calculation using the computer is known the magnitude of the effect of social capital on performance i.e. ß = 0.924, resulting in a simple regression equation Performance = 0.924 MS + e. This regression equation has a unidirectional relationship pattern, meaning that high social capital will improve employee performance, as evidenced by the positive sign of regression coefficient.
The output as shown in the regression model yields t value of 3.492 while the t-table with degree of freedom (df) equaling to 116; ά = 0.05 obtained t- 
